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Introduction
I raise up my voice not so I can shout but so that those
without a voice can be heard. We cannot succeed
when half of us are held back.
—Malala Yousafzai

All of us should be concerned with leadership. It is more important than ever that we develop
ethical, moral, and principled leaders who can tackle our complex global challenges, as well as
those close to home. Current literature on management and leadership suggests that we should not
think of leadership as simply positional or even hierarchical. Current literature on management
and leadership also suggests that leadership can be taught. When we take the time to develop our
competencies as leaders, we benefit not only our own organizations but also our communities and
society at large. Leadership can exist anywhere and should exist everywhere, and this book aims to
make each one of us a stronger leader no matter what we do or where we are within the hierarchy
of organizations. To become good leaders and exercise leadership, we need to reflect deeply on
our values and our sense of ethics. As Bennis and Nanus (1985) remind us, we should strive to “do
things right and do the right thing.”1 In this effort, we need to lift voices of communities that thus
far have been forced into silence through systemic and institutional oppression to a place where
they have the agency to make positive changes in their own lives, as well as in the lives of others.
The good news is that there are examples of good leadership all around the world. When you look
intentionally, you will find excellent examples of leadership that show up at individual, community,
and organizational levels both locally and globally. We only need to become aware of them to begin
to make our contribution to the world and feel satisfied that, at the end of our lives, we did our
best for the rest. This is not an idealistic concept. This is exactly why we should concern ourselves
with the study of leadership. If we require technical preparation for other fields of endeavor,
then the study of leadership—a topic that spans all fields of endeavors—especially deserves this
consideration.
Through my firsthand experiences and deep reflection, thoughtful conversations, and rigorous
study, I have observed the external and internal forces that influence the work that leaders and
managers do. On the one hand, leaders and managers influence their socio-cultural and political
environments through their values, behaviors, and actions. On the other, these values, behaviors,
and actions are equally influenced by socio-cultural and political environments. The net result
appears in the form of good or bad leadership.
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Developing good management and leadership starts with observing and learning from good and
bad leaders, their followers, and their environments. In studying these concepts, we should ask
ourselves these questions: What are the espoused values of those in leadership positions? How
are they present in their attitudes and behaviors? How successful is leadership in the process of
inspiring teams and accomplishing a shared vision and goals?
Throughout my professional career, working and collaborating with good leaders has been a great
touchstone for my observation of leadership.2 Good leaders demonstrate their values with their
thoughts, words, and actions. Through their support and example, good leaders empower others
to discover their purpose and meaning. They are service-oriented and genuinely care for those they
are leading. In work environments, they recognize how important it is to have happy and satisfied
employees and know that such a work environment leads to productivity and efficiency. As a result,
they foster curiosity, lifelong learning, laughter, and fulfilment. They know when to lead and when
to follow others to make meaningful progress toward their shared goals.3 From an organizational
perspective, they understand the importance of addressing issues before they become a crisis. They
are clear about the organization’s mission, goals, and objectives. They take a systems approach
to implementation. They are reflective, introspective, and thoughtful about communication with
others. They are comfortable with their strengths and weaknesses and can always say, “I don’t
know, and I will get back to you.”
Conversely, I have also had the experience of working with leaders who demonstrate what is—to
me—bad leadership. These lessons are equally valuable, and so I have listed Kellerman (2004) and
Lipman-Blumen’s (2006) books about bad or “toxic” leadership in the reference section for your
own study.4 Bad leaders have taught me to avoid self-interest and self-promotion. My experiences
always remind me that people within an organization and the systems that support the achievement
of its goals deserve primary consideration. Often, bad leaders are in positions of authority and use
that authority and their power to instill fear and uncertainty. They also use language to create
divisiveness and misinformation. This results in an unproductive environment—one that is riddled
with conflict, miscommunication, and gossip. It also leads to lack of productivity. Being in this kind
of an environment requires us to dig deep within ourselves to develop strength and resilience.
In the end, however, I am realistic enough to understand that some situations are and do become
unbearable. In those instances, we must always remember that our choices lie with us! It is an act
of bravery and courage to walk away from a challenging work environment to keep your dignity
and self-worth, especially when there do not seem to be any alternatives or options. At the end of
such experiences, we must move on once we feel we have done our best.
My experiences have also led me to conclude that good management and leadership must exist at all
levels to achieve positive change and to address the complex issues we face today, some of which are
global economic recessions, social injustice, health disparities, and climate change. Working within
a political, organizational, or social context, solving such complex problems involves an individual’s
capacity as a leader or a follower to develop several competencies. Leaders need to be skilled at
analytical and critical thinking. They need to use their creativity to solve problems and learn to deal
with uncertainty and ambiguity. When they work with groups and teams, they need to demonstrate
empathy, compassion, and emotional intelligence. Before they can do all these things, leaders need to
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develop self-awareness of their strengths, weaknesses, and preferences.5 At the intersection of all these
competencies, true understanding, cooperation, and collaboration are born.
The opportunities for higher education and other technical and vocational institutions of learning
to prepare ambitious and intellectual individuals to “give the work back” meaningfully to society
are great, as are the opportunities for institutions and organizations in the for-profit and nonprofit
sectors.6 The more effort we put into preparing leaders and managers at all levels, the better off we
will be as a global society. Another observation: Informal leadership is just as great a force for good as
formal leadership can be and we should do everything we can to support and nurture it.
Our work at the Nelson A. Rockefeller Center for Public Policy and the Social Sciences (the
Rockefeller Center or the Center) at Dartmouth College is what I offer to the pursuit of teaching
and learning about leadership and management for societal good. All that I have just shared with
you is intentionally crafted into the co-curricular leadership programs of the Rockefeller Center.
From the founding of our first program in 2001 to the rapid adjustments we have made to continue
our work virtually during the COVID-19 pandemic, this book presents our collective experiences
in teaching and learning about leadership and the insights gained through the development of our
continuum of leadership programs.
I invite you to explore how you might adopt, adapt, and adjust the content from this book in your
own field of endeavor. But before we delve into the details of these programs, let us look at the
context within which these programs are offered.

Theoretical Context
As we know, there are many definitions for leadership, as well as models of leadership theories.
I define leadership as the process that influences people to mobilize resources to address an
identified problem and come up with innovative solutions toward accomplishing an identified goal.
It is about developing relationships between leaders and followers to engage groups of people to
become larger than the sum of their parts. Based upon the core values of integrity, authenticity,
ethical and appropriate behavior, and responsibility to community, leaders create the conditions to
empower others to make lasting impact. Based on this definition, the Center focuses on individual
growth and self-awareness through reflective practices and relational processes that create common
understanding between participants and stakeholders committed to addressing a problem they
collectively identify.
The Center also offers ideas on management. Again, there are many definitions, but the one that
resonates with me is, “Management is the coordination and administration of tasks to achieve a
goal. Such administration activities include setting the organization’s strategy and coordinating
the efforts of staff to accomplish these objectives through the application of available resources.
Management can also refer to the seniority structure of staff members within an organization.”7At
the Center, we view management and leadership along a continuum. Further, although we refer to
our five programs as leadership programs, there are many discussions on the management aspects
of leadership that make individuals and organizations thrive.
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Many models of leadership drive the Center’s programming. The framework that supports our
implementation of programs is based upon Kolb’s Cycle of Experiential Learning, the Learning Zone
Model, and the Leadership Identity Development Model. Most recently, as a result of COVID-19,
we have added the Community of Inquiry (CoI) Model as a basis for offering virtual co-curricular
programming. All these are discussed in more detail in Chapter 2 under the Eight Pillars of Program
Design. As you will observe, speakers base their sessions on these theoretical frameworks. For instance,
every single session contains all the elements from the Kolb Cycle of Experiential Learning. As another
example, every speaker aims to deliver information to put participants in the learning zone, rather than
the comfort zone or panic zone as described by Tom Senninger’s Learning Zone Model.
With this common framework in mind, program officers, guest facilitators, and student participants
can collaborate creatively and successfully. Another equally important step is to capture leadership
competencies we expect learners to gain. The Center’s working definitions for the competencies
are provided in Handout 1.1. As individuals understand and absorb each element of the program,
they try to foster collective learning within the community of each co-curricular program. This
is the mental space that the Rockefeller Center strives to create and maintain in order to meet its
mission statement. What follows is more about the Center itself.

About the Rockefeller Center
Established in 1983, the Center’s mission is to “educate, train, and inspire the next generation of
public policy leaders in all fields of endeavor, through multidisciplinary education, public policyoriented research across the social sciences, leadership training, and public lectures by visiting
scholars and dignitaries.”8 This mission is rooted in the interdisciplinary approach the Center
takes to support faculty and student offerings. As an academic center reporting to the dean of
faculty, learning about public policy and leadership are at the center of its operations. Students
receive academic credit for public policy courses offered through its curricular side. These courses
may have a focus on leadership, but leadership programming is offered primarily through the cocurricular offerings of the Center. Although the Center does not have dedicated tenure-line faculty,
it is well resourced with dedicated gifts to endow several of its programs.
Figure 1.1 (see the end of this chapter) illustrates the range of courses and programs offered
through the Center. The Center works intentionally to link the curricular to the co-curricular and
vice versa where possible. Leadership Blueprints, however, focuses exclusively on the Center’s five key
co-curricular leadership programs. I will now share how the five co-curricular programs evolved
and explain what they are.

Evolution of the Continuum of Leadership Offerings
Currently, the Center offers five major programs as part of its leadership offerings. This is the
story of the context and history behind their evolution. The Rockefeller Center’s commitment to
leadership began in 1999 with a two-day leadership conference. Former director of the Center,
Professor Linda Fowler, recalls the event was organized for and by women faculty, staff, and students
who were active at the Center during that time:9

Chapter 1

Introduction

5

Back then, the percentage of female students was about 38%, and women were
saying to me, “Dartmouth says we are here to be leaders, but wherever we look we
see only men.” They were taking issue with the assumption that because Dartmouth
had admitted them, they would inevitably become leaders. I was, at the time, one of
the most visible females on campus as director of Rocky [the Rockefeller Center],
and as a graduate of a women’s college, I was quite aware of the different challenges
women face. We did the women’s conferences for several years, but then [in 2001]
the men said that they felt the need of coaching, too. That was when the Thursday
night Rockefeller Leadership Group started. At the time, I ran each session. Many
of the guests were board members or people I knew.10
The program continued to be offered after Professor Andrew Samwick was appointed director in
2004, and by 2007 it was firmly established as a year-long program for seniors. Popularly known
as “RLF” (Rockefeller Leadership Fellows Program), the program attracted senior students from
different departments and majors throughout the college and had evolved to include a fall and
a winter retreat; weekly leadership sessions offered by faculty, staff, and practitioners during the
fall and winter terms; and peer teaching through student-directed sessions. As a key feature of
the program, each cohort of fellows practiced their learned management and leadership skills by
selecting their successors. Demand grew as the program gained visibility and popularity. Eventually,
for every 25 final-year students accommodated in the program, the Center was turning away more
than 50 applicants.
Although there were some discussions about program RLF expansion, the Center’s administrators
believed a larger program would change the group dynamics and adversely impact the deep
learning taking place within each cohort. They also feared it would dilute the sense of camaraderie
created among the diverse group of participants the program attracted and the strong support
network that continued after its completion. Further, an expanded number of participants would
also change the perception of the program as a year-long fellowship program that required a high
level of commitment.
Meanwhile, a parallel development was taking place on the curricular side of the Rockefeller
Center in 2007, which included the redesign of the public policy minor and the development of
the Policy Research Shop on the curricular side. Through its co-curricular offerings, the Center
had been implementing a popular program called the Civic Skills Training Program (CST). This
program was offered three times a year in Washington, D.C. for students from all class years with
approved internships in that city. The program’s purpose was to help students become successful
in their internship responsibilities and learn about managing themselves and applying leadership
concepts. CST, however, was resource intensive, and it led the Center’s administrators to begin
thinking about how a similar program could be offered on campus to benefit a larger number of
students. This observation resulted in delinking CST with internships. As a result of this change,
on-campus orientations and debriefs specifically related to the internships were introduced.
Civic Skills Training has evolved now to become available only to participants in the First-Year
Fellows Program established shortly after all the changes to it were implemented. Eventually,
further development of the First-Year Fellows Program created a robust experience in and out of
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the classroom, on and off-campus, for up to 25 students through the inclusion of both curricular
courses (Introduction to Public Policy and a statistical methods course) and co-curricular programs
(Civic Skills Training and fellowship placements). It also helped students cultivate an interest in
the public policy minor and other co-curricular programs. The First-Year Fellows Program (FYF)
and the Rockefeller Leadership Fellows Program (RLF) now formed the “bookends” for a student’s
four-year experience but left a gaping hole in the middle for the Center to address.
Now that the Civic Skills Training Program had become part of First-Year Fellows Program,
students needed a program on campus that fulfilled their need to develop their management and
leadership competencies through a program like Civic Skills Training. Committed to addressing
this unmet need for a larger cohort of students, the Center’s director approved the development
of a new program that would be based on open enrollment, capped at 95 students per term, and
open to all class years. With a donor generously supporting its development and implementation,
a pilot offering of the Management and Leadership Development Program (MLDP) was offered
in the fall term of 2009 and made its debut as a full-fledged program in the winter term of 2010.
Through its evolution and intentional outreach, the Center has observed that it engages many
students who would not otherwise have come to the Center.
At this point, the Center was able to offer the First-Year Fellows Program, the Management and
Leadership Development Program, and the Rockefeller Leadership Fellows Program for participants
ranging in age, development, and maturity. Thus, the Center had moved toward the establishment
of a continuum of co-curricular leadership programs for the undergraduate experience on campus.
But we could not rest. We recognized that leaders today face additional challenges when operating
in unfamiliar environments and cultures, and they often find themselves managing multi-national
team members with expectations and attitudes different from their own. We also observed that that
the Center did not yet offer a program with an in-depth look at the concepts and capacities required
for leadership in a global context. Given the College’s mission to prepare global leaders and given
the participants’ interest, the Rockefeller Global Leadership Program (RGLP) was born out of this
identified gap, and its pilot offering took place in the spring term of 2012.
As programs continued to develop and mature, the administrators and educators at the Center
monitored and evaluated curricular and co-curricular offerings based on the perceived need for
programs and budget availability. The criteria for program evaluation included student learning
outcomes, participation, and effectiveness and efficiency; programs were added and revised, and
specific sessions or program components were dropped according to the results of these reviews.11
Rounding out the Center’s continuum of leadership offerings was the Dartmouth Leadership
Attitudes and Behaviors Program (D-LAB), which was added in 2014. This program was included
to enable first-year students to examine their personal values, the relationship of behaviors to
the values they identified, and the impact of individual and group behavior on community.
The Rockefeller Center faculty and staff believed it appropriate to introduce this program in
the first year of student life on campus because of the high level of professionalism they sought
from students engaged in the First-Year Fellows Program and because of the competitive work
environment in which they are placed for their fellowships. This level of professionalism had its
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roots embedded in helping students to examine their values and to align them with their behaviors.
Other considerations included the need for introducing civility and respect in dialogue, as well as
the need for these topics to be introduced early in the Rockefeller Center leadership development
experience. As a result, Dartmouth Leadership Attitudes and Behaviors Program became one of
the three prerequisites for students to participate in the First-Year Fellows Program. With the benefit
of broadening the reach of the program, it is currently offered in collaboration with Dartmouth’s
Office of Student Life and the Office of Residential Life. Recently, it was expanded again through
Dartmouth’s newly established house system to make it a campus-wide offering.12
Figure 1.2
Continuum of Co-Curricular Leadership Programs 2001–Present

The development of the continuum of leadership and management programs—now complete
as shown in Figure 1.2—was based on identified needs and our growing understanding of how
to prepare students for success in the workplace and as leaders. Of the programs offered in this
continuum, only two (FYF and RLF) are selective and competitive, whereas the other three are
open to all students on campus as their schedules and unique Dartmouth D-Plan allow.13 One also
must consider budget constraints and available resources; unfortunately, these can result in a firstcome-first-served approach to accepting applications, as is the case with the RGLP program.
Although the set of leadership programs was put together block-by-block, they have emerged as a
menu of programs that provide the opportunity for students and practitioners to adapt, adopt, and
adjust it to their needs and aspirations.
Creative minds, working together, create extraordinary programs. Co-curricular programs at the
Rockefeller Center have flourished because of the combined effort, creativity, and imagination of
colleagues, student program assistants, speakers, students, and alumni. In addition to extraordinary
minds, extraordinary results require institutional will and the support of senior leadership. These
factors have allowed these programs to emerge and mature. Without this context, our programs
would not have served and inspired our participants so thoroughly throughout the years.
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Overall Participation in Rockefeller Center Programs
Table 1.1 summarizes student participation in Rockefeller Center co-curricular programs beginning
with the class of 2015. As is evident in the table, participation as a percentage of students in each
class has increased significantly in the past five years, from 14% of the class of 2015 to 25% of the
classes of 2019 and 2020. The jump in participation in the class of 2017 was, in part, due to the
growth of D-LAB. In 2019–2020, an analysis of Rockefeller Center records indicated that, in the
two most recent graduating classes in 2019 and 2020, at least a quarter of the Dartmouth student
body had participated in at least one major co-curricular program at the Center during their time
at Dartmouth.
Table 1.1
Rockefeller Center Co-Curricular Participation in at Least One Program as a Percentage of Graduating Class
Class Year

Number of Student
Participants

Number of
Graduates

Percentage of
Graduating Class

2015

150

1087

14%

2016

165

1075

15%

2017

228

1073

21%

2018

225

1105

20%

2019

259

1036

25%

2020

239

945*

25%

Note: *The graduation number is low because students decided to complete coursework in a later term or
decided to take a gap year because of COVID-19.

The Rockefeller Center is committed to diversity, equity, and inclusion. Our records indicate that
the Center’s programs are successful in their efforts to attract diverse individuals from diverse
backgrounds. Here is the evidence to support that this is not merely an empty promise.
As stated earlier, it is important to prepare leaders to address the complex challenges we face
today. Just looking at the U.S. alone, despite outnumbering men on college campuses, women
overwhelmingly still do not occupy positions of power; are often not in top leadership positions
where they should be; get paid less than men for the same job; and represent only 24% of the
members of Congress.14 It is important for higher education and other teaching institutions
to place an emphasis on addressing this inequity and prepare women for leadership positions.
Rockefeller Center records indicate that its programs attract more female participants than male
participants. Since the fall of 2014, 56% of students completing the five leadership programs
described in this book were female. This roughly corresponds to the ratio of female to male
students admitted on campus each year. The Center began collecting data on transgender and
nonbinary students more recently, and it is too early to report information at this time.
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The Rockefeller leadership programs attract a variety of students with different academic and
extracurricular interests. Overall, we have served participants representing at least 42 distinct
majors out of the over 60 majors offered to undergraduates at Dartmouth. In addition, many of
these unique majors are modified with some other field of endeavor, as shown in the word cloud
in Figure 1.3. The size of each major in this word cloud figure is reflective of its popularity among
Rockefeller Center leadership program participants. We attract most participants from the two
majors offered by the Government and Economics departments. While these are also two of the
most popular majors on campus, the Center’s programs have also served a significant number of
STEM students. That we attract many economics and government majors is not surprising, given
that 18% and 15% of Dartmouth students have pursued degrees in these departments, respectively,
on average in each of the past five years (classes of 2016–2020).
Figure 1.3
Word Cloud of Rockefeller Center Participants’ Majors

The Rockefeller Center Leadership programs draw students of all backgrounds, and we have
served a significant number of international students from all over the world. These students
are essential to our programming. Not only do they add a unique perspective to discussions on
leadership and civic responsibility, but they also gain knowledge and can put into practice cultural
and workforce expectations in the U.S. International students in MLDP, RGLP, and RLF constitute,
on average, 12.8% of each cohort. For reference, 10% of Dartmouth’s student body is made up
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of international students.15 FYF is not included in this analysis due to the difficulties of ensuring
summertime employment for international students as a result of visa and regulatory barriers.
The impact our programs have on international students—and vice versa—continues to grow.
They not only make personal growth improvements but also add tremendously to our weekly
conversations. In RGLP, for example, international students bring their unique cultural experiences
to discussions about global leadership and often shed light on cultural similarities and differences.
In MLDP, international students gain from learning about workplace expectations in the U.S. and
often share the different expectations in their home countries.
The Center is also concerned with the socioeconomic diversity of our participants. An analysis of
Rockefeller Center records, in conjunction with data provided by the Office of Institutional Research,
indicates that since 2014, 16% of Rocky program participants were Pell Grant recipients.16 Over
the same time span, 15.3% of total Dartmouth students were Pell Grant recipients. The Center
is attracting a significant number of low-income students, which suggests that our programs are
inclusive and welcoming to students of all socioeconomic backgrounds.
Table 1.2 and Figure 1.4 show diversity by race of participants in the co-curricular programs at
Dartmouth. The Center makes significant outreach efforts to all parts of campus and, as a result,
participants in our programs approximately match the racial distribution of campus. Analyzing
participation in each program by race would give program officers a sense of where they need to
direct their outreach efforts to broaden the diversity of cohorts.
Table 1.2
Dartmouth College Undergraduates and Rockefeller Center Participants by Race 2014–2020
Race

Dartmouth College
Undergraduates
(Fall 2014 – Fall 2020)

Rockefeller Center
Participants
(Fall 2014 – Spring 2020)

American Indian or
Alaskan Native

2%

2%

Asian or Pacific Islander 19%

25%

Black Non-Hispanic

8%

15%

Hispanic

11%

9%

Other

8%

5%

White Non-Hispanic

52%

44%

Note. Data and categories provided by the Office of Institutional Research, Dartmouth College.1

1

Office of Institutional Research at Dartmouth College. (2020). Trends: Enrollment Characteristics (2016–2020).
Student Enrollment Interactive Factbook. https://www.dartmouth.edu/oir/data-reporting/factbook/
enrollment.html
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Figure 1.4
Rockefeller Center Co-Curricular Program Participants by Race Since 2014

Rockefeller Center Co-Curricular Program
Participants by Race Since 2014
2%
9%

White Non-Hispanic

3%

13%

Asian or Pacific Islander
44%

Black Non-Hispanic
Hispanic
Other

23%

American Indian or Alaskan
Native

Note. Data and categories provided by the Office of Institutional Research, Dartmouth College.

Whom Is This Book For?
The five major leadership programs have been designed for participants in different stages of
development, maturity, and experience. While these programs were designed for an undergraduate
audience, the underlying principles of each program are applicable for those that are interested
in teaching leadership skills and attitudes across a wide range of fields. The intended readers and
users of this book include the following:
Ÿ
Ÿ
Ÿ
Ÿ

Educators and students at all levels
Professionals in education
Professionals in nonprofit and for-profit organizations
Managers and leaders from business to government

Here are some suggestions on how you might adopt, adapt, and adjust our continuum of programs
to bring about positive changes in your department or organization, as well as in society and
the world. Table 1.3 outlines each program, the stage of the learner, the overall goal, and key
components. For your applications in your own programs, find your own hook to the book!
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Table 1.3
Adopting, Adapting, or Adjusting Program for Any Field of Endeavor
Program Name

Stage of
Learner

Dartmouth
All levels
Leadership Attitudes
and Behaviors
(D-LAB)
First-Year Fellows
Program
(FYF)

Entry level

Overall Goal

Key Components

Understanding
yourself, how you
work with others,
and your community
or organization’s
mission

•
•
•
•

Value and behavior clarification
Professionalism
Working with others
Understanding your
organization’s goals and
principles

Entry-level
preparation for
success in the
workplace

•

Curricular course work or
industry-specific information
Value and behavior clarification
Professionalism
Technical skills (project
management, advocacy writing,
research, etc.)
Understanding workplace
culture and industry
Formal and informal leadership
Mentorship
Reflection

Four Components:
• Formal course
work
• Dartmouth
Leadership
Attitudes and
Behaviors
• Civic Skills
Training
• Fellowships
Management
and Leadership
Development
Program
(MLDP)

•
•
•
•
•
•
•

Intermediate Enhanced hard and
(2–4 years of soft skills for success
experience) in the workplace

•
•
•
•
•
•
•
•
•

Verbal and written
communication
Values clarification
Personal leadership challenge
Difference between
management and leadership,
and personal strengths analysis
Negotiation
Intergenerational
communication
Diversity, equity, and inclusion
in teams
Value of networks and building
professional relationships
Reflection
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Overall Goal

Rockefeller Global Intermediate Development
Leadership Program to advanced of intercultural
(2–4 years of communication and
(RGLP)
experience) leadership skills
Senior-level
management

Key Components
•
•
•
•
•
•
•
•
•

Rockefeller
Leadership Fellows
Program
(RLF)

Mid to
senior
management
level (4+
years of
experience)

Self-awareness,
working on teams,
and working within
an organization
to achieve societal
good

•
•
•
•
•
•
•
•

Intercultural understanding
The Developmental Model of
Intercultural Sensitivity
Understanding others by
developing self
Global leadership and
consciousness
Values and customs through
multicultural lenses
Cultural Intelligence and
multicultural toolkit
Needs of underrepresented
populations
Intercultural conflict resolution
Reflection
Reflective practices
Awareness of one’s strengths
and weaknesses
Enhanced communication
skills, including framing difficult
conversations
Team dynamics and teamwork
Organizational behavior
Development and growth
Change management
Developing and articulating a
leadership philosophy

The details in Table 1.3 will help you to pick a session, a part of a program, a mix of sessions
based on your needs, or the program in its entirety. Think about how you might use the continuum
of programs provided in this book—given your resources, time, and human capacity, as well as
constraints you might face in your own situation.
I get many personal accounts from alumni and colleagues who are using information they have
learned from the programs, either personally or professionally. My first example is from Jenny
P. from the class of 2016, who, at the time of this writing, plans to introduce the lessons learned
from the Management and Leadership Development Program (MLDP) in her new position as a
leadership resident in a program for women in Cambodia. She wants to create a program based
on the design of the MLDP, in which she hopes to establish an atmosphere of trust and open
communication. She plans to build strong relationships with her students from her first day of
work and is unafraid to make mistakes and take risks. She believes that modeling this behavior “will
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hopefully inspire these young women to continue their work towards becoming leaders in their
respective fields.”17
The second example is from Sarah Morgan, a former employee of the Center, who has chosen
to adapt the selection process used in the Rockefeller Leadership Fellows (RLF) program in her
entrepreneurship student leadership board. In this program, current senior student leaders develop
a rigorous application, interview, and selection process to determine who their successors will be for
the next year. Sarah tells us why she chose this approach:
The RLF selection process inspired me when I worked at the Rockefeller Center.
When I started working with our entrepreneurship student leadership board,
I knew that we should adopt similar principles for succession. Our challenge is
that our leadership board includes multiple Dartmouth undergraduate class years
and graduate students. Students take great pride in creating the application and
interview process and want to ensure that the process is fair and equitable. Students
are thoughtful as they evaluate applicants and make sure that the newly selected
leaders share the same leadership spirit and will fold in well with the student
leaders already on the board. The interview and evaluation process is a valuable
professional development experience for the outgoing seniors. The student leaders
recognize the honor given to them to select their successors and are committed to
selecting a diverse set of students with complementary skill sets. The senior leaders
deliberate on the final list, present their list to me, and we discuss their decisions. I
make suggestions, but it is the senior student leaders that make the final decisions.
Our process differs from the RLF process as decisions are made in the winter term
and outgoing seniors transition into the role of senior advisors for the spring term.
Senior advisors lead the new student orientation and the spring term retreat. They
are available as advisors to then field questions about programming. Senior advisors
are empowered and committed to not only choose their legacy but also help nurture
incoming student leaders.18
The third example is from Brenna C., who is now a chief resident in pediatrics in a well-known
hospital. She is currently trying to develop a leadership curriculum for the pediatric residency
program she is involved with based on her experience participating in the RLF program. Brenna
reached out to the Center because she remembered the excellent use of simulations to teach and
reinforce key leadership skills such as interprofessional teamwork and conflict resolution. Being
in the healthcare setting, these skills are used daily, if not hourly, and she was hoping to create an
opportunity for the pediatric trainees to gain hands on practice through simulation.
To date, I have also adapted sessions from our program for public health associations, a leadership
academy, and an international NGO. I have also selected reviewers from all fields of endeavor to
review the manuscript of this book and was pleased to receive feedback that most of them can see
how these sessions might be applied in their specific contexts.
Our process is just one way in which programs can be designed, planned, implemented,
monitored, and evaluated. There are many other ways to create such programs. In thinking about
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the combination of creative minds that created these programs, I concluded that it would be
critical for me to share this book, so that you—my readers—might adopt, adapt, and adjust the
ideas herein to your own circumstances and reality.

Organization of This Book
Most of this book provides descriptions of each of the five major programs that form the continuum
of leadership and management offerings for participants in different developmental stages, maturity,
and experience. The programs described here are as follows:
Ÿ
Ÿ
Ÿ
Ÿ
Ÿ

Dartmouth Leadership Attitudes and Behaviors Program (D-LAB)
First-Year Fellows Program (FYF)
Management and Leadership Development Program (MLDP)
Rockefeller Global Leadership Program (RGLP)
Rockefeller Leadership Fellows Program (RLF)

This book is divided into 10 chapters. If you have come this far, you are almost finished with
Chapter 1!
Chapter 2 of this book focuses on considerations for program design and implementation. You
will learn how to conceptualize a program, develop it, and assess and evaluate it. It also includes a
few thoughts about speaker selection criteria and implementation of sessions.
Chapter 3 contains information about the Dartmouth Leadership Attitudes and Behaviors Program
(D-LAB). You will learn about how to facilitate discussions on character, values, and working with others,
as well as principles that guide a community and an individual’s role within it.
Chapter 4 highlights information related to the First-Year Fellows Program (FYF). You will learn
about how to structure a program that focuses on technical competence and, at the same time, how
to identify management and leadership work for a fellowship or a workplace.
Chapter 5 focuses on the Management and Leadership Development Program (MLDP). This
program will allow you to explore management and leadership skills, tips, tools, and strategies, and
reflect on ways to apply them immediately.
Chapter 6 features the Rockefeller Global Leadership Program (RGLP). This program will
prepare you to think about cross cultural and intercultural skills needed to be successful in a
culturally diverse yet interdependent world.
Chapter 7 contains the program description for the Rockefeller Leadership Fellows (RLF). You
will reflect on what it takes to be self-aware and to work with others and within organizations to
meet their mission. You will be able to articulate your leadership philosophy.
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Chapters 3–7 provide session descriptions of the current iteration of the five major leadership
programs that were implemented in the fall of 2019 through the first couple of weeks in the spring of
2020. I have also included a few sessions from past programming, as well as future program iterations.
COVID-19 has added a new reality and, where relevant, I have shared thoughts and experiences on
online learning. Each program description ends with a reflection from our current program officers.
Each one of the programs featured in Leadership Blueprints begins with a program overview, jointly
constructed by our team—consisting of our program officers responsible for programs, my Program
Assistants who have also participated in the programs, and me.
Our team selected a “participant reflection” that represents the general perception of the session in
which it appears. You will notice that these reflections refer to the term in which the participant took
part in a given program and do not provide that participant’s name. This is because many programs
or sessions included within this book collect anonymous feedback. Reflections from alumni who have
participated in these programs are also included. Finally, each session description contains supplemental
resources that you can refer to when you want to adapt a session to meet your program’s needs.
Chapter 8 offers ideas for developing an online program. You will learn about considerations
for online programming, how to develop an online presence, and ways in which you can build
an online community. Virtual learning has fostered innovative ways to expand programs and
strengthen participant learning and empowerment. Most, importantly, it is teaching all of us to
deal with unpredictability and ambiguity, factors that effective leaders need to be able to navigate.
Chapter 9 contains suggestions for measuring effectiveness and impact at several levels (participant,
program, organization, and institution). It is designed to make you think about how you would measure
success and how you would create an environment that supports continuous quality improvement.
Chapter 10 concludes with my overall reflections and personal takeaways for being a good
manager, leader, and follower. It comes full circle and creates a space for you, as the reader, about
how you might adapt these programs to educational, nonprofit, for-profit, or government settings.
It also contains reflection questions related to self-awareness, working in teams, and questions
related to organization growth and development.
My co-authored book, Teaching Leadership: Bridging Theory and Practice is referenced several times
throughout this book. Leadership Blueprints is not a companion book. While it covers overviews of
concepts and ideas in Teaching Leadership: Bridging Theory and Practice, this book primarily focuses on
the “how to” of implementing leadership programs.
A word about data presented in this book. Unless otherwise noted, the figures and statistics
throughout Leadership Blueprints reflect Rockefeller Center participant data from the fall of 2014
through the spring of 2020. Although we have data for the five programs since their inception,
the 2014–2015 academic year serves as the starting point because information was gathered
more consistently across this reporting period. An academic year in Dartmouth terms begins in
September of a given year and concludes in August of the following year. Unique to our institution
is also the “D-Plan,” which allows students to curate their on- and off-campus experiences.19 This

Chapter 1

Introduction

17

is why programs like MLDP and RGLP, which are open to all students on campus, are offered each
term, three times in a given academic year.
I hope you enjoy the thought process behind each program and find the sessions inspiring and
relevant. I invite you to use these designs to create or revise your own program. When working with
the friends and colleagues in your community who share your zest for developing a program that
meets your participants’ needs, it’s your creativity in action!

Notes
 However, others like Bennis and Nanus (1985, p. 21) drew a subtle distinction between both when they proposed,
“managers are people who do things right and leaders are people who do the right thing.”
2
Allio, 2005.
3
Reichard & Walker, 2016.
4
Kellerman, 2004, and Lipman-Blumen, 2006.
5
Avolio & Hannah, 2008.
6
Heifetz & Linsky, 2017, p. 123.
7
Indeed, 2020, December 2.
8
The Nelson A. Rockefeller Center at Dartmouth College, 2019.
9
 This background behind the development of the leadership programs has been excerpted and adapted from Teaching
Leadership: Bridging Theory and Practice (Perruci & Hall, 2018).
10
L. Fowler, email communication, March 30, 2017.
11
 As Komives et al. (2011) discuss in The Handbook for Student Leadership Development, programs must be evaluated based
on institutional and staffing considerations with regard to the feasibility of the program.
12
Dartmouth College Office of Residential Life, 2016.
13
Dartmouth Undergraduate Admissions (n.d.).
14
Warner et al., 2018.
15
Dartmouth College Office of Institutional Research, Interactive Fact Book.
16
 According to the U.S. Department of Education Federal Student Aid Office (2021), Pell Grants are U.S. federal
scholarships that are “awarded only to undergraduate students who display exceptional financial need and have not
earned a bachelor’s, graduate, or professional degree.” We use Pell Grants as proxy indicators for socioeconomic
status.
17
Jenny P., class of 2016, personal communication, November 11, 2020.
18
S. Morgan, personal communication, February 6, 2021.
19
 The D-Plan is Dartmouth’s quarter academic system which enables students’ flexibility in choosing their enrollment
pattern. Students pick 12 terms to graduate.
1
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Figure 1.1
Summary of Curricular & Co-Curricular Programs at the Rockefeller Center

Handout 1.1

Rockefeller Center Leadership
Competencies
At the Rockefeller Center, we define leadership as the process that influences people to mobilize
resources to address an identified problem and come up with innovative solutions toward
accomplishing an identified goal. It is about developing relationships between leaders and followers
to engage joint efforts to become larger than the sum of their parts. Based upon the core values
of integrity, authenticity, ethical and appropriate behavior, and responsibility to community,
leaders create the conditions to empower others to make lasting impact. The Rockefeller Center
believes that participants can be assisted to develop the following leadership competencies through
intentional programming:

Collaboration
Ÿ
Ÿ
Ÿ
Ÿ
Ÿ

Builds and maintains partnerships based on shared purpose
Acknowledges and listens to different voices when making decisions and taking action
Facilitates collective action toward common goals
Encourages, supports and recognizes the contributions of others
Fosters a welcoming and inclusive environment

Effective Communication
Ÿ
Ÿ
Ÿ
Ÿ
Ÿ

Writes and speaks after reflection
Clearly articulates ideas in a written and spoken form
Exhibits effective listening skills
Influences others through writing, speaking, or artistic expression
Acknowledges and appropriately communicates in situations with divergent opinions and
values

Management
Ÿ
Ÿ
Ÿ
Ÿ
Ÿ
Ÿ
Ÿ
Ÿ
Ÿ
Ÿ

Develops and implements a plan for goal attainment
Develops appropriate strategies for capitalizing on human talent
Stewards and maximizes all resources
Manages multiple priorities
Prepares for leadership transition
Develops appropriate strategies for effective teamwork
Evaluates efficacy of current course(s) of action
Identifies structure and culture of organization
Demonstrates effective and appropriate use of technology
Demonstrates financial, task, and resource management skills
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Self-Knowledge
Ÿ
Ÿ
Ÿ
Ÿ
Ÿ
Ÿ
Ÿ
Ÿ

Continually explores and examines values and views
Understand social identities of self and others
Demonstrates realistic understanding of one’s abilities
Seeks opportunities for continued growth
Takes appropriate action towards potential benefits despite possible failure
Shows self-respect and respect for others
Moves beyond self-imposed limitations
Practices self-compassion, friendliness, ease with self, and vulnerability

Principled Action
Ÿ
Ÿ
Ÿ
Ÿ
Ÿ
Ÿ

Identifies and commits to appropriate ethical framework
Demonstrates congruence between actions and values
Demonstrates personal responsibility
Appropriately challenges the unethical behavior of individuals or groups
Bases actions on thoughtful consideration of their impact and consequences
Seeks appropriate and mutually beneficial solutions when conflict or controversy arises

Intercultural Mindset
Ÿ
Ÿ
Ÿ
Ÿ
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Contextualizes social identities and experiences
Understands, communicates with, and respectfully interacts with people across cultures
Actively engages in opportunities to expand world view
Applies intercultural knowledge and skills in local, national, or global contexts

